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STAFY STUDY ON ORGANIZATIONS PLACEMENT Of THE OfFICs OF FEO ° 
Becca 


I. Purpose 


To set forth considerations on the separation of the Office of 
Egual Employment Opportunity (OEEC) from the Office of Persennel Policy, 


Plaming, and Management (OPP). 
II. Background 


4 (from which the 
].e¢ statutes pertaining 
* 


As a consequence of the Civil Rights Act of 1964 (£ 
1478 cf & Augus 
7 


. Central Intelligence Agency is not sxeimt as regards 


to Equal Employent Opportunity) and Executive Orcer No. 1 t 2289 
(appended as Attachnent I), the CIA formed the OFFO in 1975 as a ssparcre 
ffice within the BCI are2, reporting directly to the Director of Central 


Intelligence (DCI). The position of this Office in the Agency structure 
is also in accordance with FIM Susplement 970-1 (see Attachrant Il), cated 
20 July 1978, which states that "ihe Director of Equa) Fmoloyinent Opporanicty 


shall be under the imnodiate supervision of the head of his agency...". 


III. Reasons for Keeping the OFT0 Serarate from OPPR 


There are many reasons that suggest that the CEED should r main 
separate from CPPPM. The advantages to the CEEO of this separaticn ars: 


, bed . ° - . 

A. Power -- there is less hicrarchical structure between the 
Director of Equal Employment Cpportunity (D/FEO) and the 
DCI. 


B. A forwa -- there is closer contact with, and membership on, 
the Executive Committee (ExComn), permitting greater awarencss, 
wr on the part of the OEEO, of ExCom concerns and, on the part 
of the ExCom, of EEO concerns. 


(C. Independence -- there are fewer people and interests to 
serve, resulting in more time to pursue FEO matters, 


D. The ability to direct personel] policies with regard to 
EEO -- instead of FEO policies being directed by OPPPM, 
as would be the case if the D/iEO were supervised by the 
D/PPPSI. 


E. Impact -- an OEEO can have a greater impact on the Orfice 
of Training and Education (OTE) with relation to courses; 
on components, with relation to hiring and promotions; and 
on the Office of Logistics (OL), with relation to handi- 
capped needs. 
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Clout -- the D/EEO, as Director of an Office, has 
more force in objecting to such (ane igs as the OPPYM 
Applicant Review unit not having to give statistics. : : 


Ability to assign senior personnel -- the CEEO has 

the charter and funds to plac? senior persennel in 

OEEO positions dealing with women, blacks, and otner 
minorities. The D/EEO has supported the CEEO structure 
which would allow him to make these assignments, stating: 
"This structure is based on experience and estimates 

of the Office's work requirements and responsibilities.... 
The Office of Equal Exployment Opportunity has matured 
and is now able to more precisely define its role in 

the Agency. The OEEO is also therefore more aware of 
the quantity and quality of resources necessary to accom- 
plish Agency EEO-related STAT 
Influence -- the General A GAO) has 

criticized agencies not havin EEO ard personel 

offices because of a feeling on the part of employees 

that they were getting short shrift on EEC matters. . 

Conformity with the executive branch of the Covermment -- 
the Equal En ployment Coportunity Commissica (EECC) and 
the Office of Personnel Managenent (OPM) are separate 
independent establishments, both reporting directly to 
the President. The D/EEO himself, in a 22 August 1977 
Memorandita for the DCI entitled "First Report on the 
Qffice of Equal Enploym Cpportmmity", affirmed this 
separation as it applies to the Agency. 


o 


ant 
wre wed 


’ 


Iv. Reasons for Placing FEO Under the Sumervision cf the D/PPPM 


There are also several. reasons, however, that would suggest tha 


instead of two separate offices, the CE 
supervision of the D/PPPM. 


£O should be placed under the 
These are: ; 


A. Unanimity of purpose -- the D/EEO, in a Memorandum for the 


Apporo 


DCI and DDCI on ''The Organiz zaticn, Position and Structure 
of the Personnel Management of the Central Intelligence 
Agency"', stated that there should be "one senior Agency, 
officer respgi for the execution of PCI personnel 
policy to betheld accountable for the quality arid practice 
of human resources management throughout the Agency."' He 
further stated that by plecing this “officer "dire ctly under 
the DCI... it is conceivable that some small saving in 
personnel could be accomplished, while doing the job more 
efficiently than now,... by combining related services of 
the Agency under this one entity." He then suggested that 
this entity include "the current personnel. support organi- 
zations and procedures,... all the policy and enforcement 
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A. 


RB. 


current ersonnel anda 


24 


‘such additional responsibilities and entities as 


would be detennined necessary by the DCI/DDCT,... 
responsibility for introducin: and monitoring career 
development procedures, Upward Mobility, FUST, etc., 


servicing employee welfere concerns and morale." 


Precedent -- With its handicapped pregram, CPPPY! i 
already responsible for one EEO concer. 


Current lack of EEO representation in EEO matters -- 

at present, there is no ELO representation in CPPFM's 
Selective Placement Program for the handicapped; nor is 
there any EEO Represeira tion on the Agency Handicapped 
Advisory Board, on which the D/PPPM sits. 


Improved communication -- the QEEO would have en earlier 


input into the functions of the Applicant Review unit, 
giving the B/E a ie ability; to ensure that EEC needs 
are satisfied £ the cutset. 


jon of Similar yr Offices S in the Rest of the Governmont 


ible for EEO in most of 
scral Government is separate 
onnél. This is true, fo 
cf Agriculture, Conmerce, 


As in CIA, the office 
the other agencies ‘of 
from that responsible 
example, in the Depart \g 

Defense, Energy, le alith and Hunan Services, Intericr, 
Labor, State, Transportation, and Treasury. 


Yn the Library of Congress, in fact, the Affirmative Action 
Program, which was once in the Office of Personnel, was 
transferred from that Office to the Office of the Librari an 
in 1976; and the Equal Cpportunity Office (under the Special 
Assistant for Personnel Vanagenent), which is responsible 
for counseling, investigations, and complaint processing, 

is also in the Office of the Librarian. (The Placement and 
Classification Division, however, which is responsible for 
recruitment and Upward Mobility, is under the Office of 
Personnel.) 


VI. Recommenda tions 


A. 


That the current structure in the Agency be retained -- 

that is, that there be a separate Office of Equal Employment 
Opportunity and Office of Personnel Policy, Planning, and 
Management, both reporting directly to the DCI. 


That the Handicapped Program be moved from OPPPM to the OEEO 
in order to consolidate all EEO concerns within one organiza- 
‘tional unit.. 


. 


aless otherwise noted, 
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thas leap been the policy of the United Stiies Government te 
provide equal opportunity in Federal eniplovinent on the basis of 
merit and fitness and without Giscrimination because of rate, color, 
religion, sex, or national origin. ALL recent Presidents have fully sup. 


poried this policy, and have directed departnent aad agency heads | 


to adopt meusures to make it a reality, 
As a result, much has been accomplished through rositive agency 


Programs to assure equality of opportunity, Additional steps, however, . 


are culled for in order to sirengthen and assure fully equal employiacnt 
opportunity ia the Federal Governsacat. . 

NOW, THEREFORE, under and by virtue of the authority vested 
in me as President of the United States hy the Constitution and 
sturtutes of the United States, itis ardered as follows: ; 

SECTION 1. This the policy af the Government of the United States 
to provide equal opportunity in Federal employment for all persons, 
to prohibit discrimination in employinent because of race, color, reli- 
gion, sex. or national origin, and 10 promote the full realization of 
equal employment opportunity througli.a continuing affirmative pro. 
gram in cach executive department and Agency. This palicy of equal 
opportunity applies to and must be an integral part 
of personnel policy and practice in the empioyment, development, 
advancement, and treatment of civilian cmiployees of the Federal 
Government, 

Sic. 2. The head of each executive department and agency shall 
Csablish and maintain an affirmative program of equal employnen 
-oppertunity for all civilian employees and applicanis for empioyniont 
within his jurisdiction in accordanee with the policy set forth in section 
I. Jt is the responsibility of each depactment and agency head, to 
the maximum extent possible, to Provide sufficient resources to ad- 
minister suck a program in a Positive and effective manner; assure 
that recruitinent activities reach all sources of job candidates; utilize 

“to the fullest extent the present skills of cach employee; provide 
the maxinium feasible opportunity to employees to enhance their skills 
so they may perform at their highest potential and advance in ace 
cordance with their abilities; provide training and advice to managers 
and supervisors to assure their understandiue and implementation of 
the policy expressed in. this Gider, assure participation at the local 
level with other employers, schools, and public or private groups 
in cooperative efforts 10 improve community couditions which affect 
employability; and provide for a syriem within the department or 
*pcncy for periodically evaluating the effectiveness wih which the 
policy of this Order is being carried out. 

Src. 3, The Civil Service Commission shali provide leadership and 
euidance to departments and agencies in the conduct of eqs 
Ment opportuaity programs for the civilian cniployees of 

canis for eraployment within te executive Separiments aad ay 

in order to assure that personnel operations in Goverament depart. 

Rents und agencies carry out the objective of equal opportualiy for 


all persons. The Commission skal! veview snd evaluate Agcney programa 


Sferations periodically, obiain such Fepors 
eBeacies as it decms Necessary, and teport to i 3 : 
Ploptiate on overall Progress. Thy Comission wil consul: from time 


Ceopartaenis snd 


of every aspect - 


Vresident as age: 


Codification of Presiden 


to time with such individh 

of assistance in improving u 

dives of this Order, : 
Suc. 4. The Civil Service 


fair, and impartial consideration of all complaints of discrimination 


in Federal employment on 


tial Proclamations and Executive Orders 


tals, groups, or organizations as may be 
w Federal program and reulizing the objec. 
Comniission shall provide for the prompt 


the basis of race, color, teligion, sex, or 


national origin. Agency systems shall provide access to counseling 
for emplayces who feai aggrieved and shall encourage the resolution 
of employee problems on an informal basis. Procedures for the con. 
sidcration of complaints shall include. at least one impartial review 


within the executive departn 


lent or agency and shall provide for appeal 


to the Civil Service Commission, 
Src. §. The Civil Service Commission shall issue such regulations, 


orders, and instructions as 
carry out this Order and 
Government leads the way 
the head of cach executive 


it. deems hecessury and appropriate to 
assure that Uie executive branch of the 
a5 an equal opportunity employer, and 
department and agency shall comply with 


Uic regulations, orders, and instructions issued by the Commission 


under this Order, 


Src. 6. This Order applies (a) to military departments. as defined 
in section 102 of title 5, United States Code, and executive agencies 
(other then the General Accounting Office) as defined in section 
105 of tile 5, United States Code, and to the employees thereof 
Cinchiding employees paid from nonappropriated funds), and (b) to 
those portions of the legislative and judicial branches of the Federal 
Government and of the Government of the District of Columbia hav. 
ing positions in the compctitive service and to the employees in those 


positions. This Order docs 
lnmits of the United States. 


not apply to aliens employed outside the 


Sic. 7. Part I of Executive Order No. 11246 of September 24, 


1965, and those parts of 


- 


Executive Order No. 11375 of October 


13, £967, which apply to Federal employment, are hereby superseded. 


ec. 8. This Order shall 


Service and to the Postal Ratc Comniissien estab} 
ind 


Acorgadization Act of 1976, 


fSe0. 8 added by EO 11590 of 
Comp., p. 553] 


be applicable to the United States Postal 
hed by the Postal 


Ape. 25, 1971, 36 FR 7831, 3 CER, 1971-1975 
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SUBPART A, [RESERVED] 
SUNVART BR. EQUAL GPPORTUNITY WITHGUT 
REGARD TO RACE, COLOR, RELIGION, SEX, 
OR NATIONAL ORIGIN 


crers! Provisions 


Sze. 
718.201 Purpose and applicability 
eee General policy : 


713.203 Aseney programm 
713.202 Implementation of agen: 


713.231 
913.282 
713.2853 


EVLVART C. 


Roinedial Actions 
Remedial actions 
fight Vo Pile «a Civil Action 


cininistrative processing 
DYNORITY GROUL STATISFSS 


sl gepreas 
SY $3 Toto, 


~ 913.205 Comunission review end FIG.SGL Anplicahility 
rogrem operations 713.302) Aguuey systems 
Agency Regulations for Processing SUBPART DP. NOUAL CPPORTUNITY 
Cerazilainis of Biscrimination REGARD TG POLITICS OF MARITAL SYATUS 
713.211 General 7iZé01 Tqual opportunity without regard ta potides 
713.412 Coverage o¢ rostital status 
be F 
713.213) Frecompiaint 
SUEPALT E, NOSDISCRIMINATION GN 
733.214 Filing end presanis Pag oy: eee oe Ge Le Ser 
: P OCU) Ys o 
713.215 Rejection or canceliation of compiaint aeaaiaie iee 7 
713.216 Investigation General Provisions 
713.217) Adjustment of con: plaint and oifer of heer Src. 
713.218 Hasring 713.591 Purpace and applicability 
713.219 Relationship to other agency appellate pro- = 713.502 General policy 
+ -” 
cedtres 
713.220 Avoidance of delay Agency Regulations for Precessing Complaints ef 
es Miscriminati 
713.221 Decision by head of agency or designe2 Discrecenaton 
713.222 Complaint file 713.511 Genere 
713.512 Coverase 
4ppeal te the Commission 712.513 Effect on administrative processing 
hats 13.514 Exclusions 
713.231 Wntitlement ee Sai cecal ae Comimieson 
- : d.0 4ppe €& Vommiss! 
713.232 Where to appeal PP 
713.233 Time limit SUBPART F. CLASS COMPLAINTS OF 
713,234 Appellate procedures BEER RIMINATION 
713, #35 Yieview by the Commissioners ; ot p Sa bliss C gedng 
JoRoy ££ cer SNE wiles er asrts 
713.236 Nelationship to other appeals eases AentGa tees for Prace: : pio Mae eae ete 
of Diserimin«siion 
Renor: hs I58f oe 
Kener ts to the Commission 712.691 Mefinitions 
71% > ra : nin eecsin 
713.241 Reports to the Commission on compleinis 713.602 Precoraplaint processing 
: 713.003 - Filing and presentation of a class comp'sint 
Consolidation of Complaints 713.604 Aecestante, rejection, or canceailation 
ea 48 713.605 Notification and opting out 
713.251 Joint processing and consolidation of corm- 713.605 Notification and opting ou 
plaints 713.605 Avoidance of delay 
713.G07 Freedom from restreint, interference, co=t- 
Frezdom From Reprisal or Interference cion, and reprisal 
713.251 Freedom from reprisal 913.6038 Obtaining evidence concerning the complaint 
713.262 TReview of allegations of reprisal 713.609 Opportunities for resolution of the complaint 
Inst. 172 
FPR? Supplement $96-1 July 20, 1978 
‘ stg . ets ey e Fa OS, * Se ee et Te tains Te 
am ’ . est Py - . - bod . Oo - <. 
° . a ce 
Approved For Release A-RDP83M00914R002000 OO6S-/ - 


eure 


eee ae 


713. APP: Tearing 


713.611 Report of findings ang recommendations 
713.612 Agency decision 
713.613 Notifcatien of class members cf decision 
713.614 © Corrective action 


Appeal to the Coramission 


713,631 Appeal to the Appeals Review Board. 
713.632 Reopening and reconsideration by the Cor- 
tuissioners. 


Civil Actions . 


723.641 Statutory richt. 
713.62 Notice of right. 
713.643 Effect on administrative processing, 


©; SUBPART S, PROIDRITION AGAI 
CHIBNNATION RECAUSS OF A PHY 
RENTAL WANDICAP 


Geizeral Provisiows 


713.701 eee and suplicadility 

718.702) Definitioas 

418.768 Geer pcliey 

713.704 Reasonable accommodation 

epee Exaploy ment criteria 
413.765 Preem ployment ingtiries | 

713.707 Physical access to | buildings 


4Af0ney Regu ‘ations for Proress 
Liserimination 
12.7638  Goneral 
723.709 Covere7e 
713.710 Exclusions<= 


Avrnoriry: The provisions of this Pa t 7123 icsued 
73 


under 5 U.S.C. sections 1391, 3301, 3309, a1; Fa, 
_ 19577, 3 CFR 195371958 Comp., p. 218: F > 11222, 
3 CFR 1964-19685 Comp., p. 336; 5.0. May fee Ci FR 
1959 Comp., p. 133; 42, U.S.C. 2000-184 io unless 
ctherwise noted, «> eSubpart G issued under 3 U. S. C. 
7183; section 5.1 of the Civil § Service Rules; 29 U.S.C, 
791.3 ; 
SUBPANYT A. [RES ERY ED] 

SUBPAR? PB, EQUAL CET OEE O: 8iTY 


NEITHOUT REGARD oe RACE, COLOR, 
REFEGION, SEN, OR NA oe GRIGEIN 


ois 


Generel Provisions 


See. 713.201 Purpose end appl seabfiity, (2) 
Purpose. This subpart sets ou the regulations 
tader which an egency shall establish a con- 
tiauing affirmative program for equal oppor- 

tunity in craployment and personnel operations 
without regard to race, color, religion, sex, or 
nztionel origin and under which the Comanecian 


Inst, 172 
July 20, 1978 


ry ea . 
$ aor ' ty se 
ve 
e - oe . 
‘al . 
QO 
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sEGT, RE “TIONS 
en erences 


will review an aeency’s prozram and entertain 
an eppeel from 2 person dissutisicd with an 
egency’s 
complaint of discritaination on grounds of race 
color, religion, sex, or national orivin. 

(b) Apphicabit iy. (1) This subpars a tplies fi) 
to military departinent os de fined in section 
102 of title 5, United States Cade e, exeeutiy 
egeacies (other thea the General Accounting 

“tio i : 


ae as defined in 5: section n 165 : é itl 25, United 


end the Pesat a eae ng an 
to the employees thereof, including ermplovoes 
paid frora ns cheppropriated funds, and (i) to 
those por oi the lewisleiive and juctcisl 
braaches of the Federal Goverame ont pads the 


foverminent of the District of Columbia 2 havine 
position: 3 ae the compatitire ¢: “vie? aod to tha 
employee s 


3 in nese Position 
siz a 


US 


ser 


(2) T 
employed ae 
Steice, 

Sec. 713.202 General poli ie 
of the Government of the Uni 
of the governinent of the District ¢ nih 
to provide equsl opporsunity in ewurloymect 
fov ell persons, to prohibit diserh nination ia 
employment beesuse of TACs; eclor, religion, 
sex, or national origin, and to promote the ri! 
realization of equa al employment opporinnicy 
through © continuing eftiimetive program: in 


each agency. 
Sec. 713.203 Agency prograin, The Lerd 
of each agency shall exercise personal iesdérslg 


in establi shins, m kaintaining, and earr ying oUt 


_® continuing ‘affirmative program Ges ‘ened to 


promote equel opportunity in every aspect of 
agency personnel policy and practice in the 
employment, development, advancement, and 
reatinent of employees. Under the terms of j 
Progrem, an egency shall: 

(2) Provide sufficient resources to adininister 
its equsl employment opportunity program in a 
positive and effective manner and assure that 
tue Principal and operating officials responsible 
for carrying out the equal emp! oyment op- 
portunity program racet established qualifica- 
tions requirements; 

(b) Conduct a continuing can 
esto every foria of prejudice or eae 


gn nto eredi- 
mination 


£39) 
rs 


FPR Sasplement 990-1 


decision or other Anel action on his 


eee, 


s a a arr Y 


7 
orks * 


. 


Approved Fof Release 2006/09/07 : CIA-RDP83M009(14R002000120068-7 
Part 715. Equal Opporiunity 


ertereneeninvnnnes 
bssed upon rece, cclor, religion, sex, or mations! 
origin, from the egoncy’s persoanel nalaes and 
practices and working conditions, including 
disciplinary action against employees who 
engage in discriminatory practices; 

(c) Utilize to the fullest extent the present 
skills of employtes by all means, including the 
redesigning of jobs where feasible so that tasks 
not requiring the full utiization of skills of 
incumbents are concentrated in jobs with lower 

- skill requirements; 

(ad) Provide the meximur feasible oppor- 
tunity to employees to enheace thetr skuls 
through on-the-job training, See pro- 
frems, and other training measures so that they 
may perfor i i 


o 


at their 
edvance in eeccrdance with their ebilit 
- (9) ee the sgency’s equel em- 


ployment oppertu iny policy end program nad 
its cuaployment 1 needs t9 all sources of jud 


candidates without regard to race, color, ra- 
lizion, sex, or netionel origin, and solicit Perey 
recruitment assistance on a continuing basis; 

(2) Participate at the communiiy level with 
ether era Severs, with schools and universities, 
cud with other public ard private groups in 
cooperntive bear to improve employment 
opportunitie es ond community conditions chs? 
effect employability; 

(g) Review, evaluate, 


end centrol mane- 


geriel and supervisory performance in such a: 


manner ss to insure s& continul: 
FS pplication and vigorous enforcement of the 
policy of equal opportunity, and provide 
orie ntation, training, and advice to managers 


g ailirmative 


end supervisors to essure their understanding 
ahd api eeutn ton of the equal employment 
opportuniiy policy and program; 

(h) Provide recogiition to employess, super- 


Visors, YInensgers, and units demonstreting 
superior eccomplishment in equal employment 
opportunity; 

(i) Inform its entployees and recognizec 
lebor organizations of the effirmetive equ.l 
employment opportunity policy and program 
and enlict their cooperation; 

(j) Provide for counseling employees and 
epplicants who believe they have been dis- 
crimineted ageinst because of race, color, 


FPR Surplement $90-1 


‘tunity shall 


I-LES.G? 


ee en + meena renee: r, 


relizion, sex, or nationel origin and for resolving 

informally the matters raised by them; — . 

(k) Provide fer the prompt, fair, and impar 

a considarstion and disposition of comopleints 

volving issuss of discrimin ation on crounds of 

rece, color, relizion, sox, or nationul oricin; and 
Q)ys 


me ct, 


tabl Yet . & system for periodica! ly evuln- 
ating the eifectiveness of the agency’s overall 
ae employment opportunity effor 


ec. 723.204 Impiementation ore 
erasas To implement the pees i 
under this subpart, aa egency she 


(a) Develop the plans, proced: 
regulations ne ag ery to cairy out 


ar this subpart; : 


(b) A Bees ats personnal 


cvals to agsura their co 


in section 713.662 


ln accord anes with s 


my 


to carry cut the fun 
subsart i i 
of the egency. 
ceiions of the 


The 
so Aesiona a shail 
be subject to review by the Coramission. 


persons 


Toe Director of Equal Employmest Oppo: 
be under the immediate super- 
visicn of the bead of his agency, and shall bs 
given the euthority 1 necessary to enebdla hit io 
carry onsibilities under the reguis- 
tions in this res 

(d) Assign te the Director of Eque! Emplor- 
ment Opportun ce ; the fuactions of: 

(1) Advising the head of his ageney with 
Tesnect to Preparation of 


ub his Tosp 


the netional snd 
regions ol equal en: ployment opportunity plars, 
piocecures, regulations, reporis, and ether 


matters pertaining to the policy in section 
713.232 and the aes program recuired to be 
established under section 713.203; 

(2) Evelusting from time “te time the 


sufficiency of the total agency program for 
equal employment opportunity and reporting 
thereon to the head of the agency with recom- 


be 


Ae wm 2 woe. 


sgerieved employee or applica? 


measures as he may consider neces 


Oe re rae eee: 


mndctions es to any improvement or correction 
needed, including reraedial or ¢ pee action 
with respect to Taanegerial oF supervisory em- 
pleyees who have feiled in thei iti 
aay When authorized by the 
gency, meking changes a 
procedures designed to eliminate Ciscririnetory 
practices and improve the agency's p: 
equal einployment opp cartuniey 
(4) Providing for counscling, by 
Employment Opportunity Ooo 


th 
C oe 
4 
°o 
me 
rs) 
fos 
< 


racnt who believes that he hrs been discrimi- 
ated against because of reece, color, regi 
£0X, OF national ot igin and for attempting to 
rosolye on an infor mal basis the raatter reised 
by the emp eh or epplicant < 
pleint of cee imination mey 
soction 713.2 

(8) Providing { for the recip 
tion cf individuel complaint 
in personnel matters within t 
. sections 712.2i1 through 718 

"(8) Providing for the seecepcane 
prosessing and/or rejection of ciss 
in accordance with Subpari J cf 


sc 
1 
i4 


(7) When authorized by the -head of ihe 
aponey, makingsthe decision. uncer section 
743.221 for the heed of the agency on complaints 


of discrimination arid ordering such corrective 


cluding the recommendation for suci aissiplin- 
ery action as is warranted by the circun S 
when an employee has been fcund to have en- 
geged in a discriminatory practice; and 

(8) When not suthorized to make the de- 
cision for the head of the agency © iE compisinls 


of discrizaination, reviewing, at hie iscretion, 
the record on any complaint befcre the de- 


cision is mado under section 713.221 and making 
such recommendations to the head cf the agency 
or his designee 2s he considers ¢esir adie, in- 


cluding the recormmendation for suc ch Gisciplin- 
ery action as is warranted by the circumstances 
when en employee is found to eae engage 

@ discriminatory practice; 

(c) Insure that equal opportunity for women 
is on integral part of the agency’s ee pro- 
grem by assigning to the Federe! Women’s 
Program Coordinators the function of advising 
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ne cece es ar et eS ee 


( 


met me rt te einem ne rat Y 


the Divector of Equal Employment Opportun- 
itv on tastters affecting the crepioyment snd 
advencerment of women: 

() Publicize to lis employees and pest per- 
rianenthy on official bulletin boerds: 

(1) The names and addresses of the Cirector 
of Equel Employment Cpportunity esd the 
Federal Women’s Program Coordinztors; 

(2) The name snd aduress of the appropria:e 
Equal E:nployment Opportunity Officer; 

(3) The name snd address of the cage 
Employment Opportunity Counselor and ta 
organizstionel units he serves; his Svailabilie 
to counsel an employee or applicant for emplov- 
nent ee Lay es that he has been diserin 


SCX, OT net! : the requis ramen 3 
ihet an emp r app t for employine it 
mus: const “ihe Cc ae as p ovided by 
ilocr etion of di ‘Scr 
inetl sion } beeanse of race, color, reli 
ne ticnel orizin before e comalaint as provisies 
by section 715.214 may be ficed; and 
48) Tiraa mits for con suetiue ei: iigie! 
Se ene Onvortuiity Counselor; 
(g) Meke reasonable acesramodations ioe the 
eieious needs of applicants and employe::, 


while 
ae iad 


-eeceramodetions can be made (by substitution 


of another qualified einployee, by a grant cf 
eave, a change of « tour of duty, er other 
means) without undue hardship on the business 
of the agency. Ii an azency cannot eccommode:e 
an employee or applicant, it hes ® duty in a 
complaint arising under this subpart to demon- 
strate its inability to do so; 
th) Mcke readily available to its employees 
a cony of its regulations issued to carry out its 
ptograra cf equal cimployment opportuuity; and 
G) Submit annually ier the review and ss- 
proval of the Commission written ea and 
regicnal equal employment opportunity plens 
of action. Pins shall be submitted as 2 yee 
rescribed by the Commission and shall in- 
clude,-but not be linuted to— 
(1) Provision for the establishment of. train- 
ing and education programs designed to pro- 
vide meximum opportunity for ernployees to 


a 


FPM Supplement 999-2 
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re 
including the needs of those who ebserve the 
Sabbeth on other than Surday, when those - 


y 


+ Serrdetoy a 


. 
erred 


cee get OU Aner oe 
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advance 
potential; 

(2) Description of the qualifications, in 
terms of training and experience relating to 
equal employment opportunity, of the principal 


so as to perforra at their highest 


‘and operating officials concerned with adminis- 


tration of the agency’s equal emplorment op- 
portunity program; and 

(3) Description of the ellocation of personnel 
and resources proposed by the agency to carry 
outits equal employment opporiunity program. 

Sec. 713.205 Commission review and 
evalusiion of agency program epereuoas. The 
Commission shall review and evaluate agency 
program operations each obtain such 
reports xs it deems necessary, end report co the 
President as appropriste on overall progress. 
When it finds that an agency’s program cpera- 
tions are not in eG ak the nolicy set 
forth in section 713.202 and the regulations in 
this subpart, the Commission shall require im- 
provement or corrective acticn to bring the 
egency’s program operations into conforrnity 
with this policy and the regulations in this 


subpert. The head of each department and. 
“ egency s 


shall comply wi ae th 2 rules, reguiations, 


orders, et instructions ssued by the Com- 


- Inission. - ” 


_ Agency Regulations for Processing 
Camplainis of Discrimination 


‘Sec. 713.211 General. An agency shel! ensur 
that its regulations governing the process 
complaints of discrimination on grounds of race, 
color, religion, sex, or national origin comply 


my © 


with the principles and requirements in sections 


713. 212 through 713.222. 


Sec. 715.212 Coveraze. (a) The agency on all 
provide in its regulations for the acceptar ce of 
or 


& compleint from any aggrieved employe 
epplicent for employment with that agency ae 
believes that he has been discriminated against 
because of race, color, religion, sex, or national 
origin. A complaint may also be filed by an 
organization for the aggrieved person with his 
consent. 

(b) The agency shall provide in its regula- 
tions for the acceptance of cluss complaints in 
eccordance with subpart F. 


EPM Supplement 990-1 


Part 718. Equal Opportunity 


TXI-180.03 


ooo 


Se eanant 


Sec. 713.213 Precomple int processing. (rx) 
An agency shall require that an aggrieved person 
who believes that he has been discriminated 
gainst because of race, color, relicion, sex, or 
nstionel origin consult with an Equal Empioy- 
ment Opportunity Counselor when he wishes 
to resolve the matter. The agency shail reauize 
the Equal Employment Opportunity Counselor 
to make whatever inquiry he believes necessary 
into the matter; to seek a solution of the matter 
on an informal obasis: to counsel the agzrieved 
person concernine ihe issues in the mnaiter; to 
Keep a record of his counseling activities so as 
to brief, periodically, the Equal Empioyment 
Opportunity Cilicer on those activities: anc. 
when advised thet a coreplaint of diserin:ine tion, 
has been secepied from an averieved person, 
to submit a written report to the Eausl E-n- 
ployment Opportunity Oficer, with a copy to 
the aggrieved person, summarizing his eccien: 
and advice both to the agency and the acgrieve.! 
person conesriuing the issues in the matter, Th: 
Equ al Esnployvinent Cpportunity Counselor 
shall, insefur a3 is practicable, condues his anal 
interview with the aggrieved person not later 
than 21 calendar days after the data on 
the matter wes called to his attention by the 
agericved person. If the final interview is noz 
concluded within 21 days and the matter hes 
not previously been resolved to the satisfaction 
of the aggrieved person, the agerieved person 
shall be informed in writing at that time of his 
right to file a complaint of discrimination. The 
notice shall inform the coinplainant of his right 
to file 2 complaint at any time after receipt of 
the notice up to 15 calendar days after the final 
jaterview (which shall be so identified in wri itince 
by the Equal Smployment Opportunity Cozun- 
selor) end the eppropriate official with whom to 
file 2 complaint: The Counselor shall not 
attempt ia any way to restrain the aggrieved 
person from filing a complaint. The Equel 
Employment Opportunity Counselor shall not 
reveal the identity of an aggrieved person who 


ean 


re) 


whieh 


-has corne to him for consultation, except when 


authorized to do so by the aggrieved person, 
until the agency has accepted a complaint of 
discrimination from him. 
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